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The present paper aims to explore the relationship between the leadership style and Job Performance of employees and the 
moderating role that employees characteristics playing in this relationship within the Libyan oil organizations. The concept of 
leadership implies an interactive process between leaders and their employees. Historically, scholarly efforts in the field of 
leadership have focused primarily on the leader. Recently, rising calls pointed out to explain the role that employees 
characteristics playing in the leadership Process.  However, researchers have only begun to explore followers’ perspectives in 
regards to this relationship. Therefore, this paper examined the role of follower characteristics as a moderator on the 
relationship between leadership style and employee's innovation behaviors. Utilizing a sample of approximately 194 workers 
in Libyan oil's organizations, this study expects that openness to experience will positively moderate the relationship between 
leadership style and the innovation behaviors of employees. 
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1. INTRODUCTION  
Libya is a member of the Organization of Petroleum Exporting Countries (OPEC). It holds the largest proven oil 
reserves in Africa. The running of the country’s oil and gas industry is dominated by the National Oil Corporation 
(NOC) and its subsidiaries. NOC is owned by the Libyan government since it was first set up in 1970.  National Oil 
Corporation carried out exploration and production operations through subsidiaries of its own, or to participate 
with other companies under contracts of service or any other type of investment agreements. This is in addition to 
the marketing operations of oil and gas domestically as well as abroad. NOC and wholly owned companies that 
implement exploration, development, production processes, petroleum Institutes, servicing companies, in addition 
to marketing companies, local and international are in the focus of this paper. However, studies on the behavioral 
aspects such as employee performance in NOC are scarce. The employee performance can be expected to affect 
NOC’s performance. Both performances could be affected by the leadership styles of NOC’s leaders. 
The importance of appropriate leadership style in guiding the employees and organization as a whole had attracted 
interest from both scholars and practitioners alike (Liang, Chan, Lin & Huang, 2011; Paracha, Qamar, Mirza, Inam-
ul-Hassan & Waqas, 2012). Also, the desire or thrust to develop better leadership styles is becoming an issue of 
increasing importance in both developed and developing countries (Oluseyi & Ayo, 2009). Equally important is 
employee performance which has been described as “an important block of an organization” (Abbas & Yaqoob, 2009, 
p. 269). Generally, there is a consensus that the success or failure of an organization hinges on the styles and skills 
of a leader (see Mosadegh & Yarmohammadian, 2006). In almost the same way, the success or failure of subordinates 
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is also heavily influenced by the leadership styles in place in an organization (Berson, Shamair, Avolio, & Popper, 
2001; Zacharatos, Barling, & Kelloway, 2000). Of recent, Questions have arisen on how a subordinate can work 
more efficiently and effectively to increase the productivity and growth of a firm (Abbas & Yaqoob, 2009). Some 
studies show that effective leadership always has a direct bearing on subordinates’ as well on organizational 
performance (McColl-Kennedy and Anderson, 2002). 
The relationship or link between leadership and employee performance is generally viewed as direct as well as 
indirect (McColl-Kennedy & Anderson, 2002), which proves the importance of investigating the supposedly link 
between the two variables. Not sparingly, there is a litany of studies done on the impact of leadership on various 
factors including employee performance in many parts of the globe. However, most of these studies exclusively focus 
on the role or impact of leadership styles on employee’s attitudes and behaviors (Zhu, Avolio & Walumbwa, 2009; 
Howell & Shamir, 2005), at the expense of the role of subordinates. This is a major gap in existing research because 
leadership is a “social or interactive process determined by both leaders and followers” (Zhu, Avolio & Walumbwa, 
2009, p. 591). It is therefore surprising that the “follower remains an unexplored source of variance in understanding 
leadership processes” (Lord, Brown, and Freiberg, 1999, p. 167). As aptly observed by Brown (2003) cited in Zhu et 
al., (2009) leaders are “no longer the exclusive source of vital information about their companies or fields” (p. 591). 
Evidently, additional studies are necessary to critically investigate the role that employees play as active actors in the 
dynamics of the leadership process (see Riggio, Chaleff & Lipman-Blumen, 2008; Conger, 2004). Unsurprisingly this 
study seeks to exploit these glaringly gaps in research on leadership and employee performance. 
Just as it is important to raise questions about the relevance of imported Western models of leadership to the 
organizational needs of emerging economies, it is crucial to understand and reflect on those influences on the 
development of effective leadership in emerging nations like Libya. A country that understands national conditions 
will be in the best position to institute the kinds of leadership systems or programs that will best serve the country’s 
economic development plans. Presently, this is not the case in Libya, with limited appreciation of what the 
contribution of environmental factors can make to both employee personality and employee performance, the 
presence of factors that restrict the effectiveness and potential of managerial leadership is also limited. As noted by 
Shareia (2010) Libya, is a relatively small North African state with a population of 6.16 million in 2007. Fundamentally, 
Libya for most of its political life during the Moammar Gadaffi era operated under a centrally planned economic 
model, driven by huge oil reserves. However, since the 1980s Libya has expanded its economic activities (increasing 
industrial base) in order to reduce the country’s heavy reliance and dependence on oil revenues. In the aftermath of 
the lifting of the sanctions regime put in place by Western countries in 2003, the country had adopted a more market 
based economic strategy (The World Bank, 2006). Given these developments, it is therefore scarcely surprising that 
in recent years, Libya, like many other emerging economies has displayed determination to enter into the global 
economy, by moving towards privatization and by embracing capitalist policies and models, which may generate 
unavoidable conflicts with national conditions in the political and cultural realms (Shareia, 2010). As a result, countries 
like Libya may face challenges in adopting Western models (including in leadership) that are insensitive to the cultural 
needs of the country. 
2. EMPIRICAL REVIEW OF LITERATURE 
2.1 JOB PERFORMANCE 
It is widely known that job performance is a multidimensional construct (Borman & Motowidlo, 1993). Two general 
factors have been spotlighted of the dimensions of performance, namely task performance and organizational 
citizenship behavior (OCB) (Borman & Motowidlo, 1993; Motowidlo & Schmit, 1999; Motowidlo & Van Scotter, 
1994). Task performance includes behaviors that contribute to the core transformation and maintenance activities 
in certain organization, such as producing products, selling merchandise, acquiring inventory, managing subordinates, 
or delivering services (Motowidlo & Schmit, 1999). Organizational citizenship behavior, in contrast, refers to 
behaviors that contribute to the culture and climate of the organization, which means the context within which 
transformation and maintenance activities are carried out. Volunteering for extra work, persisting enthusiastically, 
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cooperating with others, sticking to rules and procedures, and supporting or defending the organization are all 
examples of organizational citizenship behavior (Motowidlo & Schmit, 1999). 
For instance, Williams and Anderson (1991) split OCB into two forms, namely, OCB-I and OCB-O. It should be 
pointed out that OCB-I focus on behaviors at individual level whereas OCB-O focuses on employee behaviors at 
the organizational level. Williams and Anderson’s (1991) conceptualization was derived from Organ’s (1988) five 
dimensions of OCB. OCB-I comprises altruism and courtesy of Organ’s (1988) OCB dimensions while OCB-O 
comprises conscientiousness, sportsmanship and civic virtue. However, in recent times the concept of OCB also 
incorporates innovative behavior as one of its key dimensions.  
Moon, Van Dyne and Wrobel (2005) noted that this dimension is somewhat different from the classic definition of 
innovation and creativity because innovative behavior in OCB relates to the engagement level of employees in giving 
and adopting constructive ideas for the functional improvement of the department or organization. It has been 
suggested by Moon et al. (2005) that innovative behavior is a crucial important to be included and examined in the 
OCB construct given the need for organizations nowadays to have employees that can participate actively in 
delivering ideas for organizational effectiveness and performance. Accordingly innovative behavior is a key factor in 
modern times where employees’ innovative behavior is crucial for organizational continuous improvement. 
Furthermore, considering innovative behavior as a part of organizational citizenship behavior has also reaffirmed by 
several scholars such as Johari, Yahya & Omar (2009).   In this regard, this paper measures the employee job 
performance in terms of innovative behaviors. 
 
2.2 LEADERSHIP 
The transformational leadership model was developed by Bass (1985). However, Bass was inspired by Burns (1978) 
whose theoretical ideas introduced the dichotomy between transactional and transformational leadership models 
(seeAntonakis, Avolio & Sivasubramaniam, 2003,p. 264; Bono & Judge, 2004, p. 901). This approach has has enjoyed 
wide theoretical and practical acceptance in the past three decades. This leadership style has been defined by many 
scholars as a model of leadership predicated on the leader’s desire to develop his or her employees’ motivation and 
full potential (Bass & Avolio, 1994). According to Jing (2008), the transformational model has added a new aspect to 
organizational research, that is, the visionary aspect of leadership and the emotional involvement of subordinates 
within an organization. As suggested by Bass (1985), transformational leadership involves a leader-follower exchange 
relationship in which the followers feel  loyalty, trust, and respect toward the leader, and are inspired and  motivated 
to do more than initially anticipated.  
Bass and Avolio (1994) suggests that Transformational leaders exhibit various types of behavior categorized into the 
following: 
- Idealized influence (attributed/behavior): The leader receives trust and respect from his subordinates. 
He/she on the other hand maintains high ethical standards, instilling the desire of emulating from 
subordinates. Idealized influence can be termed the result of a leader’s behavior. 
- Inspirational motivation: This leader specifically and typically stresses to subordinates the need for high 
performance and assists the subordinates in accomplishing set organizational goals and objectives. As 
explained by Bass and Avolio (1994), leaders adopting this behavior are capable of enhancing their 
subordinates’ reactions and can communicate effectively complex ideas in simple ways. 
- Intellectual stimulation: The intellectual stimulator excites the subordinates’ understanding of the 
problems and stimulates the recognition of their own principles and values. 
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- Individualized consideration: The leader treats subordinates as individuals and accords everyone equal 
and fair treatment. Through this medium, individual’s needs are easily identified and tasks are delegated 
to subordinates in order to create an opportunity for learning and growth. 
 
2.3 OPENNESS TO EXPERIENCE:  
Openness to Experience is one of the big five dimensions represents an individual’s tendencies to be creative, 
introspective, imaginative, resourceful, and insightful. In similar fashion, Openness to Experience individual can be 
describe as subject to innovation, deviating approach and political moderation. 
 
2.4 THE MODERATING EFFECTS OF EMPLOYEES' CHARACTERISTICS: 
There is a lot of research about leadership and its impact on performance variables. However, it is not clear that 
every follower reacts the same to the various leadership dimensions. As such relationship between leadership styles 
on the one hand and employee job performance on the other may be moderated by followers’ personality. A certain 
type of leadership style can be motivating and appealing for one follower but not for another. It is important to note 
that subordinates differ in their reactions to identical leadership behaviors, and as a result a given leader may be 
perceived more favourably by some employees whilst despised and demotivating other employees. Existing studies 
demonstrate that there is a relationship between employee personality and the way they perceive or rate leadership 
effectiveness and preference. For instance, Keller (1999) indicated that subordinates high on openness have relatively 
positive and favorable attitudes towards transformational leaders. Furthermore, there is growing research interest 
in the role of employee characteristics in determining the impact of leadership style on the subordinate behavior 
(Wofford, Whittington and Goodwin; 2001; Zhu et al, 2009; Nahum-Shani & Somech, 2011).  For example, Nahum-
Shani & Somech (2011) found that followers’ idiocentricism and allocentricism moderate the relationship between 
transformational and transactional leadership and followers’ organizational citizenship behavior (OCB).  
The extent to which a person is imaginative, artistically sensitive, reflective, curious, and unconventional in nature is 
measured by the openness to experience dimension of the big five model. This factor has been associated with 
divergent thinking and creativity in individuals (Costa & McCrae, 1992). Likewise, these adjectives were cited as a 
valuable asset for effective leadership (Yukl, 2006). Similarly, employees high on openness are more likely to be 
receptive to the behaviors of transformational leaders. In particular, it is likely that employees high on openness will 
positively respond to the intellectual stimulation and individual consideration dimension of transformational 
leadership style. 
Since, Openness to experience is empirically described  by adjectives such as imaginative, cultured, curious, original, 
broad minded, intelligent, and having a need for variety, aesthetic sensitivity, and unconventional values and , as such 
, are less likely to turn away from accepting new experiences and changes that are an integral part of innovation. 
Especially, persons high on openness to experience show a preference for variety, they take advantage of new ideas, 
and they have an intrinsic interest in and appreciation of novelty.  In addition, those higher on the opening to 
experience may be more likely to engage in divergent thinking (Costa & McCrae, 1992), which may be a precursor 
of certain kinds of creativity and innovation.  Thus, the paper predicts that persons high on openness to experience 
are more likely to manifest behavior of innovation. In addition to specific creative personality, the researchers also 
suggested individuals with more general personality traits (five factors model) may be better suited to engage in 
innovative work. Because of its association with proactivity (Fuller & Marler, 2009), openness to experience should 
be more predictive of the behavior of innovation. Among the dimensions of five factors model, openness to 
experience is clearly related to innovative behavior and was the personality factor most often considered (Coetzer 
and Rothmann, 2003). Thus; 
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Previous studies have examined the link between leadership paradigms and employees performance. Even though, 
the relationship between leadership style and employee's outcomes such as employee's performance is a widely 
studied topic, at the expense of the role of employee’s characteristics in this relationship. even though, there is a 
limited study have tried to explore that role, employees characteristics remains as an unexplored source of variance 
in understanding leadership-employees performance relationship. Therefore, this paper has tried to explain the role 
that employee's characteristics playing on the relationship between leadership styles and employee's performance. 
The discussion is based on the possible benefits of studying the impact of employee's characteristics on the 
relationship between leadership styles on employee performance among the Libyan Oil companies. As oil and gas 
are the main contributors to Libya’s economy, it is logical to view that employee’s characteristics of the Libyan oil 
companies would influence the relationship between leadership styles and employee performance. 
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